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Executive summary
The report demonstrated a brief discussion on inclusion and diversity emerging concerns within the business environment with a significant role played by the human resource management department. The flexible working environment including inequality needs to be eliminated by HR of Misguided operating within the fashion retail industry. The HR of Missguided to keep the brand relevant within the industry has a role to emphasize flexible working and working from home as the modern approach to working. There exist gender-based biases, pay disparity, and fewer opportunities for females within the workplace through flexible working. For mitigating this, HR has the role of promoting diversity and inclusion. 
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[bookmark: _Toc102166514]Introduction 
Managing prime organizational resources, people in the foundation of business management, leads to success. Meanwhile, workplace culture must be accountable in respect of managing business people, as it influences their esteem and motivation, in which inclusion and diversity are prioritized more. Henceforth, the report aims to shed light on the instances of specific inclusion and diversity emerging in the human resource management department. In regards, the reported study is going to incorporate respective scenarios based on flexible working culture including inclusions and inequality in organizations. As the research seeks dynamic evaluations of resources management, it concerns of particular business entity, Missguided instead of overshadowing general.        


[bookmark: _Toc102166515]Background of the company 
Missguided, one of the vibrant online British fashion retailers, nurturing high-value focused fashion retail products. The multi-channel retailer always was staying on top of the fashion and customer trends. The organization mainly focused on the demographic customer segment of 16-34 years while committed to providing affordable quality fashion apparel. The most striking factor that has almost noticeable all over the industry is that Missguided has the fastest supply chain that step-up customer experience (Missguided, 2022). The organization is highly privileged for dynamic shopping through website window-shopping that has added designed inspiring 250 catwalks. In this report, the worth mentioning of the company aspects is in operating with 500-1000 employees in different region as a middle scale fastest-growing retailers of UK.
Financially the company is managing private equity and is funded by Alteri Investors as their primary investors. The fashion retailer is valued at £ 700 million assumed to be exercised through the stock market float. Moreover, the sales rose in the local market up to £118.3 million, which is approximately 49.4 percent (Insider Trends, 2022). In fact, the organizational overseas business has a growth of 94.4 percent, which accumulated to £ 50.7 million. Currently, the organisation intends to unlock physical stores for widening their social consciousness gained through "positive body image campaigns". Besides this social consciousness, the company has successfully measured workforce equality by realistic mannequin models with stretch marks. 
[bookmark: _Toc102166516]Flexible working in relation to diversity and inclusion at work 
Inclusion and diversity are the approaches to a flexible workplace culture that derive working cardinals for a high productivity rate. Workplace flexibilities in a nutshell seek well-structured manipulation and participation of leaders and managers. Contemporarily work flexibilities intensify the inclusion practice in an organization as it empowers the employees to have self-motivation. In this connection, after the Covid pandemic, employees are seeking flexible working culture while employers are obliged to government restrictions. Even in the post-pandemic scenario, the organizational people are highly intent to work in remote working culture for pursuing their common business goal assigned by the companies in a less stressful environment. Apart from this, as the mentioned company is committed to providing high-quality and trendy fashion apparel to the customers, it needs fresh talents and a mindset to produce according to the company vision (SeekOut, 2022). Here, the company must leverage its recruitment flexibility and only focused on the talents instead of their culture, ethnicity, and geographical boundaries. The company can allow their employees to work in flexible schedules by providing targets to be achieved so the employee could process freely. It has evident that working from the flexible working area of the employees can marginalize their progress that also influences company productivity. 
As the company is considered being one of the noteworthy national fashion retail brands in the UK, undoubtedly the employees and employees are working under the pressure of customer satisfaction. In this connection, if Missguided measures flexible working culture may easily spotlight the staffs are under-represented. Employers while recruiting concerned for high esteemed and expert employees although often underrepresented which can degrade the employee engagement capacity. Mostly, as per the opinion of Kaul (2022), due to inequality and discrimination whether gender or be it culture and ethnicity, employees are less presented that issues can only be addressed via managing flexible working culture. In addition, the most imperative instance, to intensify business development and success is effective communication that is performed through digital platforms in a flexible workplace. Most often, executives are barely struggled due to miscommunication highlighted in the Covid scenario highly can be resolved through digital communication tools, used in flexible working workplace culture. Therefore, with inclusive or flexible workplace can generate a broad network that monitors employee retention and high production.          
[bookmark: _Toc102166517]Role of Human Resources in promoting diversity and inclusion at work through flexible working 
Kuknor and Bhattacharya, (2020) explained human resource administration or HR professional engages in offering a tactical method for efficient and effective management of people or workplace within the organization that helps the company gain a competitive edge. With the workplace of Missguided increasingly becoming diverse, it would benefit the company to stay competitive in the fashion retail industry of the UK, US, Australia, Europe, or other nations within which the company holds operations (Missguided.co, 2022). The human resource management of the company has a critical role in depicting leadership, management which empowers and creates an inclusive as well as diversity within flexible working. 
The pandemic has impacted a shift within the way and duration of performing the work. Within response to COVID-19 leading need for social distancing, fashion brands continued initiating changes within shift patterns, and work from home became a new trend (Adegeest, 2022). Nearly 85% of fashion sector staffing noted working from home and it has been a temporary solution for supporting businesses to play a critical role in protecting the workforce from being infected. For Misguided, the promotion of diversity and inclusion within the workplace would be more than employing individuals from different cultural, national backgrounds, colors, races, gender, or others. Kaul (2022), argued within flexible working culture, inclusion and diversity promotion become moral, corporate responsibility, offering the workforce confirmation of fair treatment, and a building sense of organizational justice and belonging. This needs to be the role of HR along with assuring staff with better opportunities within all employment aspects. Misguided company's workplace is complex and everything the brand creates is directed by the consumers and international influences like street style, popular culture, as well as social media (Missguided.co, 2022). The brand creates fashionable clothing designed by in-house skilled employees which helped equip millennial females with the style or fashion they required for every lifecycle. 
Moreover, for sustaining brand success, inclusivity promoted by HR becomes critical for team imagination, cohesion, empowers staff to willingly contribute towards business outcomes and initiatives. Carnevale and Hatak, (2020) mentioned HR promoting inclusion and diversity has the role of engaging staff on every corporate level, adopting a psychological method useful for recognizing knowledge gaps, gaining better acknowledgment of extrinsic, intrinsic motivations, perspective on diversity, belonging, equity and inclusion. Some of the tactical roles that the HR of Misguided for fostering inclusion and diversity within a flexible working culture could undertake are as follows-
Leveraging flexibility for creating newest opportunities- The HR adopting WFH (work from home), flexibility within work schedule and location generates job opportunities to widen the individual pool with health issues, and physical disabilities, whether chronic or temporary. The individual employed within Misguided could operate from home, where not being singled out along with virtual collaboration tools enhances accessibility through modified display, input device, video captioning, and text-to-speech application (Igeltjørn and Habib, 2020, July). Additionally, the free resources and courses could be provided for flexible working to extend alternatives for the disabled employee within the organization fostering inclusion. 
Recognize staffs that are under-represented- The staffs want a feeling of belonging within the flexible workplace. Carnevale and Hatak, (2020) explained HR has a role to provide visibility to the person who recognizes gender expression, personal choices, and backgrounds such as ethnic affiliation, clothing related to caste, or religion. Misguides’s HR website could feature employees with huge families including children with special requirements across the globe highlighting the organization's supportive benefits and culture. 
Clearly communicate progress and goals- HR needs to articulate clear tactics behind inclusion, and diversity at work through flexible working to support the goal of the modern workplace. This needs to be performed within hybrid meetings which are retrievable, understandable, and accessible to broader staff. The HR could post a public data dashboard through virtual tools which remains easy and engaging to acknowledge rules as well as a code of conduct during work from home. 
Build inclusion networks along with interest groups- HR has a role to build safe spaces and advisory boards for staff to address issues, questions supported with virtual collaboration as well as in-person alternatives including asynchronous along with anonymous discussion forums (Stavrou and Ierodiakonou, 2018). For promoting inclusion and diversity, ERGs (Employee Resource Groups), voluntary groups depending on certain shared identities or interests like women within the workplace along with LGBTQ pride groups remain critical. It would be efficient for HR to collect insight, suggest solutions, aid within diverse workforce retention, mentoring, and recruiting. 
[bookmark: _Toc102166518]The case against flexible working in relation to inequality at work 
Stavrou and Ierodiakonou, (2018) stated that increased diversity within the workplace motivates employee, decrease absenteeism along with enhancing productivity degree all by building an inclusive surrounding. Misguided has been countering the difficulty to establish a culture of inclusion and diversity in a time of flexible working. Nonetheless, the fashion and retail industry has poorly structured management to administer inclusion and diversity at work through flexible working. At present the HR professionals of Misguided are facing several complexities of flexible working and inequality increased with the COVID-19 pandemic situation. The production roles, traditional design, and significant machines for creating garments make it challenging for corporate HR to up-skill employees through flexible working nature. Adegeest, (2022) supported the 3D digital design medium to facilitate creatives to perform jobs remotely and enhance technology skills that become requisite for innovative labor force post-pandemic. For Misguided, meetings occur through Zoom and skype, where location-based jobs such as production lines within factories or fashion shoots need creativity along with flexible working arrangements (Burnford, 2022). Some of the factors which could create inequality at work in oppose to flexible working are-
Structured racism in WFH facility- The capability of working in flexible shifts and timing differs for every employee. The Asian, white workers and non-Hispanic employees could work more work from home compared to others. 
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Figure 1: Share of employees working by salary level
Source: Economic Policy Institute 2022
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Figure 2: Share of employees working by ethnicity and race
Source: Economic Policy Institute 2022
The low-salaried employees have minimum flexibility within their respective jobs and 9.2% of staff within the lowest quartile of the salary distribution often telework than 61.5% of the workforce within the higher quartile (Economic Policy Institute 2022). The employees that could not work in WFH or flexible environment, especially in hospitality and retail consider their job at threat of social distancing limiting people to engage in normal activities. In addition, the staffs having children require navigating consistently to work while offering proper care for kids as schools are closed. 
Increase in vulnerability- Huppatz et al. (2019) added flexible working is making staff highly vulnerable to redundancy within the fashion retail sector. The employee selection parameters for redundancy needs to be non-discriminatory and objective so dismissing individual as they worked flexibly could be unfair dismissal and potentially discrimination.
The strain on the employer- While flexible working offers several advantages, the HR professional shifting to the newest operational process and supervision could become difficult for employees to cope with the change. For successful flexible working culture, the Misguided company needs to give and favor both management as well as workforce side. In case not effectively administered, flexible working could result in inefficiencies, declined service or product quality, and frequent instances of sexual harassment (Devi, 2020). In the fashion industry, female employees lacking legal immigration status along with having a temporary working visa are noted being at threat of sexual assault and harassment which demand equality within the workplace. 
Decreased benefits- Unequal pay between men and women is the major concern within the business environment (Chung and Van der Horst, 2020). While women have more master's degrees, earned doctorate and bachelor's degrees, men are likely to earn more even with a less worthy degree course. Flexible working could undertake the infinite type of forms and changes in work time is likely not to impact the salary earned. In addition, employees working fewer hours is likely to earn less. As an outcome, Misguided being an employer could face declined pension contributions, and bonuses could be pro-rated. The organization would accrue fewer paid holidays. The part-time staffs need to be safeguarded against discrimination so their conditions and terms are not poorly favorable compared to the full-time workforce (Devi, 2020). Nonetheless, working flexibly could result in missing workplace events including training and development that occurs when employees are not a work. 
The potential absence of career progression- Part-time working practices is accountable for a critical factor in a company's gender pay differences (Chung and Van der Horst, 2020). The female that does the part-time job often failed to progress further or rapidly within careers. They earn less in the course of their careers compared to men within full-time roles.   
[bookmark: _Toc102166519]Role of Human Resources in addressing the concern of inequality at work through flexible working culture each 
In the flexible working culture opted by Misguided to stay relevant within the industry and operate efficiently, human resource management displays the key role of recognizing workforce quality that could not be replicated unlike the organization's processes and system. Chung and Van der Horst, (2020) supported that HR within the organization has the role of amplifying workforce productivity, safeguarding the organization from several issues which often arise within the labor force. For addressing the issue of inequality in the workplace through flexible working culture, the HR professional of Misguided could opt strategies as follows-
Manage the wage gap- Female's median revenue is lowest at all education levels and majorly takes off some time to raise a child or gravitate towards low-paying roles. The HR of Misguided needs to abide by employment law, health, safety, and human rights act to eliminate inequalities amongst the workforce within the flexible working environment (Jonsen et al. 2021). HR must proactively ensure that compensation, bonus, and rewards offered within the organization remains fair through conducting pay evaluation. 
Eradicate biases- The woman often faces inequality while searching for a job and is left out based on her gender. For mitigating this, HR has the role of utilizing an HRM (human resource management) system or candidate tracking system which emphasizes bling applicant perspective for hiring and recruiting employees within a Misguided company. 
Become flexible- Agarwal, (2021) argued reason for gaps between women and men related to parenthood, where mothers usually undertake more caregiving roles. For addressing such inequality, the HR of Misguided needs to provide more-flexible work to retain more females and shift towards gender equity at every pay level as well as rank. The human resource leaders must embrace alternatives like full or partial telecommuting, professional part-time, and flexible work schedule roles. 

[bookmark: _Toc102166520]Conclusion 
It is concluded that flexible working and work from home is the growing trend in the way company works. There exists inequality and pay disparity within the workplace through flexible working. Within an unfair workplace, HR has the role of promoting diversity and inclusion. 
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